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ABSTRACT
Autism spectrum disorders (ASD) are a set of neurodevelopmental disorders
characterized by deficits in social interactions and interpersonal communication, repetitive
behaviors, and narrow focus or interests. The severity of ASD is variable, but the symptoms
span the entire lifespan of the individuals with ASD and few effective treatments for these
symptoms have been identified. Each year in the United States, there are approximately 50,000
people with ASD who turn 18 years old in the United States (Shattuck et al., 2012).
Where most 18 year olds are likely to go out and get a job, the employment prospect of
individuals with ASD is not very bright. High school graduates with autism are underemployed
when compared to their peers and less employed than high school graduates with other
developmental or intellectual disorders (Roux, Shattuck, Rast, & Anderson, 2017). Despite this,
some reports suggest that gainful employment can benefit individuals with ASD by providing
them with desirable social interactions (Hendricks, 2010), and it is the focus of many service
providers for individuals with ASD (Migliore et al., 2014). Like most adults, individuals with
ASD benefit from the social status that comes with having a job and the degree of financial
independence that employment affords them (Gerhardt & Lainer, 2011). Research has also found
that employment is associated with an increase in personal dignity, improved self-esteem,
increased adaptive abilities, better mental health, and improved cognitive performance for
individuals with ASD (Hurlbutt & Chalmers 2004; Mawhood & Howlin 1999; Stephens et al.
2005).

The principle means for addressing the underemployment and unemployment for
individuals with ASD is to assist them with gaining the skills and training needed to apply for
and get a job. Yet even with these efforts, the employment prospects of individuals with ASD
has not significantly improved (Bennett & Dukes 2013; Taylor & Seltzer 2011). The present
study will investigate the role that organizational communications about hiring and employment
policies regarding the Americans with Disabilities Act may have on the potential recruitment of
those with ASD as well as the degree to which potential applicants who do not have ASD view
these inclusive statements as favorable.

The role of ADA inclusive policies in the recruiting of applicants with Autism Spectrum
Disorders
Data will be collected using an online research tool. Students will be offered credit in
their undergraduate psychology course as a reward for voluntarily participating. The survey will
also be posted on Amazon’s Mechanical Turk, an internet marketplace where people are paid to
complete surveys. The current study will focus on the relationship between an organization’s
communications about hiring and employment policies regarding the Americans with Disabilities
Act (ADA), participants’ willingness to work for an organization based on those policies and
procedures, and participants attitudes and ideas about working with individuals with Autism
Spectrum Disorders (ASD).
After electronically consenting to participate in the study, participants will be asked to
assume the role of a job seeker deciding between three reputable and similar organizations. The
“basic” company will communicate the legal minimum information regarding ADA hiring and
employment. The “accepting” organization will have information about the organization and its
members being accepting of individuals with disabilities (by showing photos of employees with
disabilities). The “inclusive” organization will communicate information which suggests that the
organization and its members are open and welcoming to employees with disabilities (by noting
success stories of those employees with disabilities). Using a within-subjects design, participants
will be asked to read all three fictitious company biographies and their respective employee
policies. The presentation order of the three companies will be randomized.
After reading each company description and the associated social media policies, the
participants will answer manipulation check questions regarding each organization to confirm
that they understood the significant details concerning ADA policies and procedures, as well as
non-pertinent information (e.g. “Which of the following items are required of the job
candidate?”). In addition to those items, participants will answer a series of assessment
questions that address their likelihood to apply for a job with that organization, recommend the
job to a friend, or to accept a job offer. After each company is individually assessed and
considered, the participants will be asked to compare all three companies, decide which
organization was viewed most positively and most negatively, and then ultimately decide for
which company they would like to work.
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